ABSTRACT
INTRODUCTION
Starting with the Presidential Instruction No. 7 of 1999 and completed by Regulation No. 29 of 2010 of the Minister for State Apparatus Utilization and Bureaucracy Reformation on the Guidelines for Framing the Determination of Performance and Reporting on the Accountability of Government Agencies which required that government institutions must prepare and present their Laporan Akuntabilitas Kinerja Instansi Pemerintah (LAKIP). However, there were in fact only a few government institutions that were able to prepare good accountability reports. The reports in general did not inform of the success of the institutions using proper performance measurements. They reported more about the activities they had organized and did not focus on the performance of the improvements which they had made (Effendy, 2006) .
The issuance of the Regulation of the Minister for State Apparatus Utilization and Bureaucracy Reformation Number 29 of 2010 was indicative of the seriousness of the government in improving the performance of the government organizations in developing performance-based management of the government organizations in Indonesia. Therefore, the author was motivated to conduct a study of the measurement of the performance of government organizations, which was still relevant because the measure-57 ment of the performance of the government organizations must continuously be improved (Yowi, 2011) . Additionally, there were still problems in the implementation of the existing performance measurement system, in addition to the frequent use of the implementation of the performance measurement system if it was properly implemented, the opportunity to improve the quality of the development of the performance measurement system in the future, and there have not been any studies to uncover the condition of the implementation of the performance measurement system in the government institutions of the Republic of Indonesia (Nurkhamid, 2008) .
The results of the studies by (Julnes and Holzer, 2001; Cavalluzzo and Ittner, 2003; Sihaholo and Halim, 2005; Putra, 2006; Nurkhamid, 2008; Fachruzzaman and Norman, 2010; Yowi, 2011; Astuti and Adiwibowo, 2011; Akbar et al, 2012; Wijaya and Akbar, 2012) suggested that the problems in the performance measurement system occurred at the development and the implementation steps. The study used the conceptual model developed by Julnes and Holzer (2001) and Cavalluzzo and Ittner (2003) to identify the influencing factors in the development of the measurement system of performance, performance accountability, and the use of performance information using the institutional theory to explain isomorphism phenomena in local governments. Also, it used mixed methods to test the hypotheses with a Partial Least Square (PLS) analysis. Therefore, the questions of the study were as follows: what were the problems in determining performance measurement, training, top management commitment, innovation, incentive, the limitations of the information system and the authority in decision making that influenced the development of the measurement system of performance, performance accountability, and the use of performance information? Was there an isomorphism in the development of the measurement system of performance, performance accountability and the use of performance information?
The study aimed at empirically examining the influencing factors on the development of the measurement system of performance, performance accountability and the use of performance information. Additionally, it interpreted and explained empirical evidence in the perspective of institutional theory. The institutional theory was used to find out the extent to which the development of the measurement system of the performance, the performance accountability and the use of the performance information was influenced by the presence of coercive, mimetic and normative isomorphism phenomena.
It was expected that the study would contribute to the literature on the influencing factors of the measurement system of the performance, the performance accountability and the use of performance information, especially by government institutions. It was also expected that the results of the study could contribute inputs to the government institutions of Indonesia, especially the government of the Special District of Yogyakarta, that the influencing factors would be recommended to be included in the improvement and the development of the measurement system of the performance, to make it into a better and more effective one, to support decision making and to improve government performance.
THEORETICAL BASIS AND HYPOTHESES DEVELOPMENT

Institutional Theory
The institutional theory is a social theory which is focused on developing sociological insights into institutions, the way they interact and their effect on people (Scott, 1987) . The institutional theory digs deeper into social structures (Scott, 2004) . It has been widely used to explain phenomena and give complex and rich insights into public sector organizational environments (Van Helden, 1995 in Wijaya and .
According to Scott (1995) there were three institutional pillars, viz. regulative, normative and cognitive ones. Gudono (2012) suggested that not all experts agreed with Scott's institutional pillar. The relationship of each of the pillars, the sequence and the complementary capability of each of them also deserves attention.
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Additionally, there is a concept which it is necessary to explain, relating to the existing mechanism in the three pillars, which is the isomorphism concept (i.e., the process into the same form; iso means the same and morp means form).
DiMaggio and Powell (1983) defined isomorphism as a "constraining process" that forces a unit in a population to have the same form or characteristics as other units facing the same environmental condition. The isomorphism is classified into two, viz. competitive and institutional ones. The competitive isomorphism is the most relevant to open competition, while the institutional isomorphism fits the situation in which no free competition exists. It is because organizations not only compete for resources or consumers, but also for institutional or political legitimacy. Public organizations are more likely to gain their legitimacy and be isomorphic with other public organizations (DiMaggio and Powell, 1983) . The institutional isomorphism is a useful concept for the organizations in which political and ceremonial culture is deeply rooted in organizational life, especially the public organizations in Indonesia (Abubakar, 2012) . DiMaggio and Powell (1983) identified three isomorphism mechanisms, which are coercive, mimetic and normative isomorphism mechanisms.
The Difficulties in Determining Performance Measurement
The difficulties in determining performance measurement might result in incomplete or uninformative performance measurements which are required by the Government Performance and Result Acts (GPRA) (GAO, 1997) . Therefore, the difficulties in determining the performance measurement led to the limitations in the use of performance measurements for the purpose of decision making and accountability (Astuti and Adiwibowo, 2011) . According to DiMaggio and Powell (1983) when organizations began to experience environmental uncertainty, such as the difficulties in determining performance measurement, they were more likely to mimic other organizations. Consequently, they reflected mimetic isomorphism in government institutions. Based on several theories and the arguments above, the following hypotheses were formulated:
H1 a : The difficulty in determining performance measurement has a negative impact on the development of the performance measurement systems.
H1 b : The difficulty in determining performance measurement has a negative impact on performance accountability.
H1 c : The difficulty in determining performance measurement has a negative impact on the use of the performance information.
Training
Training in making, implementing and using management accounting innovation enables organizations to clarify the correlation between new practices and organizational objectives (Shields, 1995; Cavalluzzo and Ittner, 2003; and Nurkhamid, 2008) . This condition will result in a mechanism for government employees to understand, to accept and to feel comfortable with innovation, and to alleviate depressed feelings or confusion among the employees resulting from the implementation process. Therefore, it was necessary for the organizational personnel to prepare a strategic plan and performance report, (Renstra and Lakip), to determine program targets, to develop performance indicators for the program, to use program performance information in decision making, to relate the performance of a policy/program/activity to the achievement of the organizational objectives (Cavalluzzo and Ittner, 2003) , including the training to design and to implement the performance indicators (Tucker and Willoughby, 2002) .
Organizational personnel who had a technical understanding and capability related to the implementation of the performance measurement system, would be able to successfully implement the performance measurement system (The Urban Institute, 2002). The technical capability was required to analyze data, to present performance reports in a form that was easy to understand, and to prepare particular reports in accordance with stakeholders' characteristics (Nurkhamid, 2008) .
The training for the organizational personnel also improved the communication among divisions and departments about public services, performance, and performance measurement. The number of personnel who are able to understand the performance measurement process both quantitatively and qualitatively has an impact on the materialization of performance accountability (Artley, 2001 ) and the use of the performance information (The Urban Institute, 2002 in Nurkhamid, 2008 . The training emerged from organization professionals so that it reflected the normative isomorphism in government institutions. Based on the several theories and arguments above, the following hypotheses were formulated:
H2 a : Training has a positive impact on the development of performance measurement systems.
H2 b : Training has a positive impact on performance accountability.
H2 c : Training has a positive impact on the use of performance information.
Top Management Commitment
Management is a part of all organizations, and it means that the management commitment represents the emotional attachment of individuals in the management of an organization to be involved in the effort to complete its missions, the values and the objectives of the organizations. In other words, the management commitment is a more concrete form of loyalty, to see the extent to which the management pays careful attention to, contributes ideas to, and is responsible for, the efforts to meet the objectives of the organizations. Organizations with strong top management commitments from their leaders and followers are more likely to easily meet their objectives, and have better performance, as compared to the ones without any top management commitment (Astuti and Adiwibowo, 2011) . Thus, a strong top management commitment is required by an organization to improve its performance accountability (Artley, 2001) and to better use the resulting performance information (The Urban Institute, 2002) . Top management commitment emerges from individual professionalism that is reflected in the normative isomorphism of government institutions. Based on the theories and arguments above, the following hypotheses were formulated:
H3 a : Top management commitment has a positive impact on the development of performance measurement systems. 
Innovation
Attitude, as an innovation measurer, represents a pattern of basic assumptions that are found, created or developed by certain groups for the purpose of organizational learning to solve problems resulting from external adaptation or internal integration that have been good enough, and hence it is necessary to teach new members the correct method to understand, to think of and to feel the various problems (Schein, 1992 in Julnes and Holzer, 2001) . Of course, the performance measurement results in organizational change. The change will be perceived in different ways by individuals in the organization and it will cause organizational culture changes (Sihaholo and Halim, 2005) . Innovation emerges from individual professionalism which reflects the normative isomorphism in government institutions. Based on the theories and arguments above, the following hypotheses were formulated: H4 a : Innovation has a positive impact on the development of performance measurement systems.
H4 b : Innovation has a positive impact on performance accountability.
H4 c : Innovation has a positive impact on the use of performance information.
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Incentive Kloot (1999) indicated that good performance indicators for both organizational units and individuals may be used on a reward and punishment basis. Verbeeten (2008) suggested that incentive had a positive and significant impact on performance. Indudewi and Nafasita (2012) suggested that essentially individuals had an interest in improving their prosperity, that incentives represented a fundamental factor in improving and controlling their performance. It emerged from organizational policies for good individual performers in organizations, and it reflected the normative isomorphism in government institutions. Based on these theories and arguments above, the following hypotheses were formulated:
H5 a : Incentive has a positive impact on the development of performance measurement systems.
Incentive has a positive impact on performance accountability.
H5 c : Incentive has a positive impact on the use of performance information.
Information System Limitation
Some results of prior studies into the performance of the public sector also indicated that the problems in information systems posed the main obstacles to gaining success in the implementation of a performance measurement system. Cavalluzo and Ittner (2003) and Nurkhamid (2008) confirmed that the problems in the information system related to the limitations of the information system's capability to provide reliable, valid and timely data at an effective cost. Previous research findings by Cravcuk and Schank (1996) indicated that government institutions often faced serious problems in measuring performance because of the problems in the information system, such as the difference in the definition of data, technology, ease of access, and the amount of collected data. According to DiMaggio and Powell (1983) , when organizations experienced environmental uncertainty such as information system limitations, they were more likely to mimic other organizations.
Therefore it reflected mimetic isomorphism in the government institutions. Artley (2001) and The Urban Institute (2002) suggested that the availability of the report of the performance information would improve performance accountability and the use of performance information in decision making. Based on the various theories and arguments above, the following hypotheses were formulated: H6 a : Information system limitations have a negative impact on the development of performance measurement systems.
H6 b : Information system limitations have a negative impact on performance accountability.
H6 c : Information system limitations have a negative impact on the use of performance information.
Decision Making Authority
According to Astuti and Adiwibowo (2011) , it is possible for an organization to delegate the authority for decision making from superiors to subordinates. The delegation of the authority for decision making helps the management make decisions more quickly, and improves creativity and the effort to make changes. Additionally, it also improves the accountability among personnel of public sector organizations. Each of the subordinates is given the authority for decision making and they have to be responsible for the decisions they make to meet the predetermined goals.
The involvement of program staff in the development of a performance measurement system is one of the factors influencing the use of performance information in an organization (The Urban Institute, 2002), while the authority for decision making is also a factor that influences the materialization of performance accountability (Artley, 2001) . Managers believe that the implementation of the measurement system will support their decision making activities, and hence they are more motivated to implement and to use the performance measurement. On the contrary, managers who are lacking in authority do not have any reason to accept the system (Nurkhamid, 2008) . The decision making authority emerges from individual professionalism that is reflected in the normative isomorphism of government institutions. Based on the theories and arguments above, the following hypotheses were formulated: H7 a : Decision making authority has a positive impact on the development of performance measurement systems.
H7 b : Decision making authority has a positive impact on performance accountability.
H7 c : Decision making authority has a positive impact on the use of performance information.
RESEARCH METHOD Data Collection Technique
The data in the study were primary data collected using the mixed method. The mixed method combined qualitative and quantitative approaches (e.g., using the perspective of qualitative and quantitative, data collection, analysis and inferential techniques) to obtain the comprehensiveness and depth of understanding, and the confirming evidence (Johnson et al, 2007) . The strategy of the mixed method was applied by using an explanatory sequential approach. The explanatory sequential approach was the strategy of the mixed method that offered quantitative data analysis using questionnaires for the first stage, and then proposed qualitative data analysis using interviews in the second stage, which referred to the initial results of the quantitative stage (Creswell, 2010) . The objective of all of the strategies was to use the qualitative results to explain the initial quantitative results (Creswell and Plano Clark, 2011) . Therefore, the first data collection method of the study was a survey using a questionnaire that was given directly to the chosen respondents, followed up with faceto-face interviews with the respondents.
Samples and Population
The population of the study was the Government of the Special Region of Yogyakarta, the Government of Sleman District, the Government of Bantul District, the Government of Gunung Kidul District, the Government of Kulonprogo District, and the Government of Yogyakarta City. The sampling method was a purposive sampling. The criterion of the sampling was a government employee with a minimum position of echelon four, with at least a year of formal work in agencies/bodies/offices, who considered that their working period had provided them with the opportunity to be involved in and responsible for the process of strategic planning and performance reporting and hence believed that they understood the situation and the condition of their organization and environment (Sihaholo and Halim, 2005; Putra, 2006; Nurkhamid, 2008; Astuti and Adiwibowo, 2011; Wijaya and Akbar, 2012) .
Variable Operational Definitions and Variable Measurement a) Independent Variables
Difficulties in Determining Performance Measurement. The variable uncovered the problem level in defining and interpreting performance measurement in an organization. This variable was measured using an instrument based on the research questions by Cavalluzzo and Ittner (2003) and as also used by Putra (2006) , Nurkhamid (2008) , Yowi (2011), and .
Training. The variable uncovered the training level given by an organization to its personnel, related to the implementation of performance measurement. This variable was measured using an instrument based on the research questions of Cavalluzzo and Ittner (2003) which were also used by Putra (2006) , Nurkhamid (2008) and Yowi (2011) .
Top Management Commitment. The variable measured the commitment level of the leaders to achieve results through performance measurement. This variable was measured using an instrument based on the research questions of Cavalluzzo and Ittner (2003) and also used by Putra (2006) , Nurkhamid (2008) , Yowi (2011), and . January Innovation. The variable showed the attitude of leaders and their staff towards change (i.e., innovation). This variable was measured using an instrument based on the research questions of Julnes and Holzer (2001) and also used by Sihaholo and Halim (2005) and Nurkhamid (2008) .
Incentive. This was the policy made by an organization as a response to innovation as risk taking activities, measured on the basis of the respondents' responses to the presence of rewards/incentives in an organization, for the effort to improve organizational performance and the risk taking, in an organization in the form of innovative ideas to improve organizational performance. This variable was measured using an instrument based on the research questions of Julnes and Holzer (2001) and also used by Sihaholo and Halim (2005) and Nurkhamid (2008) .
Information System Limitations. The variable uncovered the limitations of the information system capabilities of an organization to provide valid, reliable and timely data. This variable was measured using an instrument based on the research questions of Cavalluzzo and Ittner (2003) and was also used by Putra (2006) , Nurkhamid (2008) , Yowi (2011) .
Decision Making Authority. The variable uncovered the authority level in decision making based on performance information, which was delegated by the organization to its personnel to support the achievement of the organization's strategic objectives. This variable was measured using questions based on the research instruments of Putra (2006) and Yowi (2011) .
b) Dependent Variables
The Development of the Performance Measurement System. The variable indicated the effort of an organization to develop a performance measurement system as reflected in the determination and the establishment of, various types of performance measurements that were result-oriented, for various policies/programs/ activities it organized. This variable was measured using an instrument based on the research questions of Cavalluzzo and Ittner (2003) which had also been used by Putra (2006) , Nurkhamid (2008) , Yowi (2011) .
Performance Accountability. The variable measured the extent to which the leaders were responsible for achieving the results of the policies/programs/activities organized by their organization. This variable was measured using an instrument based on the research questions of Cavalluzzo and Ittner (2003) and also used by Putra (2006) , Nurkhamid (2008) , Yowi (2011) and .
The Use of Performance Information. The variable indicated the various kinds of use of performance information to support the decision making in an organization. This variable was measured using an instrument based on the research questions of Cavalluzzo and Ittner (2003) and was also used by Putra (2006) , Nurkhamid (2008) , Yowi (2011) and .
The variables in the study were measured by a Likert Scale from 1 (highly disagree) to 5 (highly agree), except for the training variable, which was measured using yes (1) or no (0) questions.
Data Analysis Method
Quantitative Approach
The quantitative approach of the study used a Partial Least Square (PLS) analysis to test the hypotheses. The PLS analysis was a multivariate statistic technique that compared multiple dependent variables to multiple independent variables. The PLS was one of the variant-based Structural Equation Modeling (SEM) statistical methods that were able to simultaneously test the measurement model and the structural model (Hartono, 2011) . It was a quality predicting tool used to develop theories (Hartono and Abdillah, 2009) . Therefore, the PLS fitted the study because it combined complex models, and used a relatively small number of samples to anticipate the low response rate of the samples in the targeted local governments. The study used SmartPLS (Version 2.0M3) developed by Ringle, Wende and Will that was downloaded from http://www.smartpls.de.
Qualitative Approach
The qualitative data analysis in the study was made using a thematic analysis. The thematic analysis was a qualitative analysis method to identify, analyze, and to report patterns (themes) found in the data (Braun and Clarke, 2006) . Subsequently, more detailed analysis was made using a coding process. The sorted data resulting from the interviews were related to the themes or the problems of the study. And then, the interview results were interpreted in the description of the results (Creswell and Plano Clark, 2011) .
RESULTS
Quantitative Approach
a. Pilot Study
The respondents of the pilot study were 30 individuals consisting of 15 local government employees who were studying in the master's degree program in Development Economics at Universitas Gadjah Mada Yogyakarta and 15 local government employees who were studying in the science master's degree program of Universitas Gadjah Mada majoring in Development Economics. The analysis of the results of the pilot study was made using the software of SmartPLS ver. 2.0M3.
The results of the pilot study showed that all of the constructs had passed the validity test (i.e., AVE and communality value  0.5) and the reliability test (i.e., Cronbach's alpha and composite reliability  0.7). The results of the pilot study showed that the loading factor value was >0.6 and based on the cross-loading table it could be concluded that considering each of the indicators of a latent variable, (i.e. constructs) the highest value was found in the targeted construct, as compared to the value in other constructs. This indicated that the questions in the study were valid and reliable for real study.
b. Quantitative Data Collection
Quantitative data was collected by distributing questionnaires to 288 respondents in the Special Region of Yogyakarta. There were 247 questionnaires returned, but not all of them could be analyzed because some of the questionnaires were incomplete. Thus, the resulting number of questionnaires eligible for analysis was 214, as illustrated in the respondent profile summarized in Table 1 below.
c. Demography Analysis
Demographic analysis might provide an additional explanation of the study results. The correlation between the demographic variables and the development of the performance measurement system, the performance accountability and the use of performance information was summarized in Table 2 . The demographic analysis was made using ANOVA and the results showed that the variables of age, the working period and present position in the performance accountability had significant value, thus indicating that age, the working period and present position had a significant impact on local government performance.
d. Data Range
Based on the results of the data processing of the 214 respondents, 57 items were considered to be valid in the theoretical range between minimum 2 and maximum 65. All of the responses of the respondents involved in the actual range were in their theoretical range, which was minimum 2 and maximum 65, so that it might be said that in general the responses of the respondents were in their theoretical range.
e. Non-response Bias
The non-response bias was the bias caused by the respondents returning with belated responses (Hartono, 2011a) . The author of the study divided the possibility of the non-response bias into two, which were the non-response bias based on the time of the Mann-Whitney U-test, and the location bias tested using the KruskalWallis H-test. The statistical instrument to test the non-response bias was SPSS version 18.
The results of the Mann-Whitney U-test were obtained on the basis of the differences in the time taken to return the questionnaire. They showed that there were not any significant differences between the respondents returning the questionnaires in the first collection stage, and those returning the questionnaires in the second January collection stage, at the statistical significance above 0.05. The results of the Kruskal-Wallis Htest showed that there were not any differences in the responses of the respondents in the 6 sample areas of the study at the statistical significance above 0.05. 
f. Quantitative Data Analysis and Hypotheses Test
The results of the evaluation of the measurement model (path analysis) using a PLS algorithm iteration showed that all of the construct indicators passed the convergent validity tests, which was AVE and communality, with the value above 0.5 (see Table 3 ). The discriminant validity test was the cross loading factors indicating that each of the indicators in a construct of the measurement model had met the discriminant validity requirement, because each of the indicators in a construct differed from those in the other construct and grouped in the construct with the score of > 0.6. Table 3 also showed that all of the constructs met Cronbach's Alpha and Composite Reliability > 0.6.
The evaluation of the structural model in Table 3 
Qualitative Approach
a. Qualitative Data Collection
It was clearly observed in Figure 1 that there were 5 outlier respondents, but as they were not available for interview, the study used non-outlier respondents to catch the existing isomorphism phenomena. The respondents also filled in the availability for interview form enclosed in with the questionnaire for the survey, and they confirmed their availability for interview when the author contacted them. The respondents were also selected on the basis of the areas in the study to represent the population. According to Creswell (2010) , interviews might be organized either as face-to-face, or over the telephone or in a focus group, and via an internet interview using email or any other online programs. The interviews in this study were organized as face-to-face with 5 respondents and an email interview with one respondent from SKPD Gunung Kidul. The interviews took about 15-20 minutes. The author recorded the interviews using an audio recorder, having first asked the respondents for permission to record each interview.
b. Qualitative Data Analysis
Based on the interviews with the selected respondents, it was concluded that the difficulties in determining performance measurement did not have any significant impact on the de-January velopment of performance measurement systems and performance accountability, but did have a significant impact on the use of performance information in the SKPD of the Special Region of Yogyakarta. The employees of the local government of the Special Region of Yogyakarta did not face any problems in determining performance measurement because there has been a LAKIP form available to them, in particular containing technical guidelines (Juknis) and referred to the RPJMD (Rencana Pembangunan Jangka Menengah Daerah), the local medium term development plan. It was confirmed by the following respondent's statement: Based on the results of the content analysis of the interview transcript with the respondents, it could be concluded that the mimetic isomorphism phenomena took place in the SKPDs of the Special Region of Yogyakarta.
Based on the interviews with the respondents, it was evident that training had a positive impact on the development of the performance measurement system, the performance accountability and the use of performance information in the SKPDs of the Special Region of Yogyakarta. It helped the employees of the local government of the Special Region of Yogyakarta to prepare the strategic plan, determine performance objectives for a program/activity/project, develop various performance indicators for a program/ activity/project, use performance information in the decision making process and relate the achievement of the performance of a program/ activity/project to the existing organizational objectives. It was confirmed by the following respondent's statement: Based on the results of the content analysis of the interview transcripts with the respondents it could be concluded that the normative isomorphism phenomena took place in the SKPDs of the Special Region of Yogyakarta.
Based on the interviews, the top management's commitment did not have any significant impact on the development of the performance measurement system, but it had a significant impact on the performance accountability and the use of performance information in the SKPDs in the Special Regional of Yogyakarta. The employees of the local government of the Special District of Yogyakarta had the commitment to prepare the LAKIP, but there were some ob- Based on the content analysis of the interview transcripts with the respondents, it could be concluded that the normative isomorphism took place in the SKPDs of the Special Region of Yogyakarta.
Based on the interviews with the selected respondents, it was evident that innovation had a positive impact on the development of the performance measurement system and the use of performance information. However, it did not have any significant impact on the performance accountability of the SKPDs in the Special Region of Yogyakarta. The employees of the local government of the Special Region of Yogyakarta always innovated to improve their organizational performance. This was confirmed by the following respondent's statement: Based on the content analysis of the interview transcript with the respondent, it was concluded that the normative isomorphism phenomena took place in the SKPDs of the Special Region of Yogyakarta.
Based on the interviews with the selected respondents, it was evident that incentives had a positive impact on the development of the performance measurement system, performance accountability and the use of performance information in the SKPDs of the Special Region of Yogyakarta. The presence of an incentive would improve the performance of the employees of the local government of the Special Region of Yogyakarta. It was confirmed by the following respondent's statement:
"We refer to an incentive pattern, meaning that an employee gets a salary plus honorarium. As long as it is referred to as an activity, it is rewarded with a honorarium. The preparation of the LAKIP is also rewarded with a honorarium. So, it is expected that the incentive will improve their performance."
(Head of the Planning and Evaluation Subsection of the Agency of Regional Development (BAPPEDA) of Yogyakarta City) Based on the results of the content analysis of the interview transcript with the respondents, it could be concluded that the normative isomorphism phenomena took place in the SKPDs of the Special Region of Yogyakarta.
Based on the interviews with the selected respondents, the information system limitation was not in evidence as having a negative impact on the development of the performance mea-January surement system. However, it was evident that the information system limitation had a negative impact on the performance accountability and the use of performance information in the SKPDs of the Special Region of Yogyakarta. The information system limitation might be caused by inaccurate data, a lack of trust or the lack of timeliness. However, in practice the information system limitation of the SKPDs did not cause the tendency of the SKPDs to mimic other SKPDs. They overcame the information system limitation by sending confirmation to the data source and compiling the data in the internal SKPDs, though in practice there were still many limitations. This was confirmed by the following respondent's statement: The presence of the information system limitation had a significant impact on the performance accountability and the use of the performance information in the SKPDs. Therefore, it was necessary to use the data as the basis for the decision making process, and the lack of the complete, reliable and timely performance data could reduce the accountability of the employees of the local government to the parties concerned. Based on the content analysis of the interview transcripts with the selected respondents, it could be concluded that the mimetic isomorphism phenomena took place in the SKPDs of the Special Region of Yogyakarta.
Based on the interviews with the selected respondents, the decision making authority was proven to have a positive impact on the development of the performance measurement system, the performance accountability and the use of performance information in the SKPDs of the Special Region of Yogyakarta. The decision making authority represented the authority of a leader to make decisions. The employees of the local government of the Special Region of Yogyakarta had the authority in their respective areas, as regulated in the existing rules. The rules indicated the presence of external pressures, which was consistent with the following respondent's statement: Based on the results of the content analysis of the interview transcript of the selected respondents, it could be concluded that the coercive isomorphism phenomena took place in the SKPDs of the Special Region of Yogyakarta.
CONCLUSION, IMPLICATION AND LIMITATION
Conclusion
The study used two (2) study approaches, which were the quantitative and qualitative ones. Based on the results of the analysis with the quantitative approach, it was concluded that the study managed to prove that training, incentives and authority had positive impacts on the development of performance measurement systems, performance accountability and the use of performance information; difficulties in determining performance measurement had a positive impact on the use of performance information; top management commitment had a positive impact on performance accountability and the use of performance information; innovation had a positive impact on the development of performance measurement systems and the use of performance information; and information system limitations had a negative impact on performance accountability and the use of performance information.
The results of the qualitative analysis of the study indicated that training, top management commitment, innovation and incentives had a significant impact on the development of the performance measurement system, performance accountability and the use of performance information. They also corroborated the results of qualitative data processing and indicated that the actions taken by the SKPDs in the local government of the Special Region of Yogyakarta were motivated by normative isomorphism power. The results of the study showed that the authority to make decisions had a significant impact on the development of the performance measurement system, performance accountability and the use of performance information. They also corroborated the results of the quantitative data processing and indicated that the actions taken by the SKPDs in the local government of the Special Region of Yogyakarta were motivated by coercive isomorphism power.
Implication
The results of the study could contribute to the efforts by the employees of the local government of the Special Region of Yogyakarta to consider technical factors, including information system limitations and difficulties in determining performance measurements; organizational factors, including top managements' commitment, decision making authority, training and organizational culture factors, including innovation and incentives and demographic factors, including age, working period and present position in the context of isomorphism if they had to successfully implement effective performance measurements.
Research Limitation and Recommendation for Future Research
The study had some limitations that could influence its results. Firstly, it was limited only to
